In order to ensure a valid statistical analysis of that portion of the ACRL membership which is comprised of college or university librarians, a proportional allocation model was utilized to determine. the sample size. The formula used for this purpose is shown in appendix A. The survey instrument itself is reproduced in appendix B. The degree of collective bargaining occurring among academic librarians is shown in table 1. The data indicate that approximately one-fourth of all college and university librarians are involved in collective bargaining activities. Somewhat surprising is the large
IN RECENT YEARS collective bargaining has been an issue of much concern among academic librarians. Although the literature is generous in the areas of local or regional studies of collective bargaining 1 and in the philosophical underpinnings of library union activities, 2 there has been no statistically viable nationwide study of collective bargaining for college and university librarians.
The purpose of this article is to determine: (1) to what extent collective bargaining is occurring among academic librarians; (2) the attitude of those librarians involved in collective bargaining toward unionism at their institutions; and (3) the effect of different variables on the respondents.
During the months of February and March 1981, a stratified random sample of personal members in the United States, of the Association of College and Research Libraries (ACRL), was conducted. A survey was mailed to 700 of the members, to which 60.4 percent (423) responded. Stratified by regions of the United States, this return size not only validated the survey but could be inter- The data also revealed that of those under some form of collective bargaining, 87.5 percent were under the same contract, as were other faculty members on their campus. Conversely, 12.5 percent were represented by their own individual union.
The responses to the third part of the questionnaire, "Section III: Attitudes toward Collective Bargaining," are given in table 2. It is almost axiomatic that individuals join unions to further personal rather than organizational needs, and the results of our survey tend to bear this out. It is not surprising that the questions that received the highest levels in the category "Change for the Better" were, in descending order:
Question 21: Due process (right to appeal alleged unfair practices) Question 16: Salaries Question 18: Fringe benefits Conversely, the questions that received the highest percentage in the category "Change for the Worse" (even though the percentages were not phenomenal) were:
Questio~ 1: Relationship with library administration Question 2: Relationship with campus administration Question 6: Quality of library services These results were somewhat predicted in the literature prior to this survey. Dennis Chamot pointed out that: "Employees, while interested in the health and welfare of the organization, are more immediately concerned with income, working conditions, career development, and job security."
4 Further, it should be noted that the questions with the highest percentage of "Change for the Worse" highlight the fact that collective bargaining tends to bring out or emphasize the adversary relationship between library administrators and library union members; indeed, collective bargaining may become a source of conflict in and of itself. s Generally, the attitude of respondents to the questions in this survey could be stated this way: collective bargaining had either no impact or had bettered the conditions of aca-' demic librarians on the campuses where it occurred. Naturally, there was a good deal of difference among individual respondents on the effect of union activity at their particular institution. This variance was reflected in some of the comments requested and received at the end of the survey. Comments varied from one librarian from the Northeast who wrote, "I feel definitely that the presence of a collective bargaining agent with an active concern for librarians is beneficial," to a librarian from the Midwest who said, "Collective bargaining probably is the worst thing that ever happened to this university." Of course, there were also those who felt, like one, that "changes have been all but imperceptible."
The structure of the survey allowed a breakdown of the responses to collective bargaining as measured against several factors. This analysis was carried out on the following variables: sex, the type of academic library, the amount of supervisory duties, and the amount of professional experience that applied to the individual respondent. Generally, in the case of all variables tested, the respondents were remarkably homogeneous. It should be noted that the cases delineated below represent the exceptional rather than the commonplace occurrence. These particular cases all show a statistically significant level of difference as measured by a chisquare test at the .05level.
As measured by the sex of the respondent, responses to three of the questions showed a 
5.991
chi-square = 11.018 chi-square = 6.516 chi-square = 9.429
In the cases of both budget and personnel allocations, more male respondents tended to feel that there had been change for the better, while inversely, more female respondents believed things had changed for the worse. In the instance of fringe benefits, more females than males tended to believe collective bargaining had caused a change for the better. Measuring the impact of collective bargaining on professional autonomy by both types of academic libraries and by years of experience yielded interesting data. The only question that resulted in any significant variation between expected values for university librarians and those for college librarians was Ql5: Professional automony (chi-square = 6.819, .05 = 5.991). University librarians tended to think that there had been a much larger degree of change for the worse than college librarians.
The analysis of experience sought to determine if there was a difference between the responses of those librarians with one to fifteen years of professional experience and those with sixteen or more years of experience. Again, the only question that d~mon strated a significant difference was Q15 (chisquare = 6.999, .05 = 5.991). More of the younger group of librarians tended to believe there had been a change for the better than did the older group. The last variable tested was to determine if there was a significant difference between those librarians who did not supervise other professional librarians and those who supervised one or more professional librarians (groups roughly equivalent in size). None of the questions showed a significant variation between these two groups.
On the basis of this national survey of ACRL members, various quantitative conclusions can be drawn. The first of these determinations would be that collective bargaining affects about 25 percent of all college and university librarians in the United States, and that the level of unionization fluctuates greatly depending on the region of the country. The second conclusion was that the majority of those working under collective bargaining contracts were either neutral or positively inclined toward the effects of un-ionization. It was also shown that the categories that improved the most, according to the respondents, were those of individual benefit to the members (e.g., salaries), whereas the areas that had shown the highest change for the worse were generally of an organizational nature (e.g., library services). The final determination that can be made of this study is that, for the most part, factors such as sex, type of library, supervisory duties, or years of professional experience did not make a significant difference in the responses. No one group benefited more than another from collective bargaining; specific exceptions to this generalization were delineated.
It must be stated that many of the respondents to the survey commented that although they they were not presently under any form of collective bargaining, their campuses were in some stage of beginning faculty unionization. Hence, it would behoove the profession to repeat this or a similar study periodically in order to gauge the growth or decline of collective bargaining within the profession.
It was not the purpose of this study to formulate or even attempt to explain the causal rationale of the various data configurations. Whether unionization is good, bad, or indifferent for the profession or its individual members remains a question for others to ponder. This study is merely a step along the path to that collective decision. Since, at the time of the sample, the actual proportion of ACRL members that were college or university librarians was not known, the most conservative estimate was used (i.e., P. and q. = .5) to calculate the required number of responses. ACRL members were assigned individual an'd regional sequential identification numbers, and were selected on the basis of random-number generation. Each volume has an alphabetical listing of authors followed by six categories for manuscript entries. Both listings provide a basis for research to professors, biographers, historians and anyone who needs clear, concise information on English Literature.
DATA
Volume I, Parts 1 and 2, details approximately 12,000 manuscript. s from the works of 72 Renaissance writers including previously unknown works by Francis Bacon and Edmund Spenser.
Volume IV, Part 1, includes the extant works of23 nineteenth-century authors and records unpublished poems by Elizabeth Barrett Browning, Samuel Taylor Coleridge and others.
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